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FORWARD

On 13 October 1978, President Carter signed the Civil Service

Reform Act (CS?A) which was designed to improve the Federal Government 's

systems governing the hiring, tréining, rewarding and removai of Federal
employees and enhance Government efficiency and balance management
authority with employee protection.

!

’ Among the major features of the Act are a definition of merit

.pri_ncipleé governing all pérsonnel practices in the Federal Government;

protections against abuse of the merit system; incentives and rewards

for good work and skilled management through new approaches to the

T wme v -

. management of executive level and senior (GS 13-15) supervisors-and

managers; and the institution of an independent and equitable appeals

Ch e e e - - p e

LI .
"Process._ ... .. . . .

Alf.hbugh CIA is excluded from most provisions of the CSRA, a

careful review of the substance of the provisions of the Act led to

the conclusion by top Agency management that the concepts and principles

.of Title IV, Senior Executive Service, offered attractive prospects

for improving the effectiveness of the executive management system

" within CIA.

. .0n 6 June 1979, agreement was reached at an Executive Committee

'mee"ting that the Agency should move ahead in developing its own version

‘of the Reform Act's Senior Executive Service. On 11 June 1979, the

DICI instructed the Director of Personnel to focus effort on developing

proposals on the design and implementation of a CIA Senior Intelligence
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S+ ¢vice for institution by 1 January 1980. This CIA SIS will serve as

the framework for revisions and expansions of the Agency's executive

development program.
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~ SECTION I

RACKGROUND AND RATIONALE

A, Statutory Puthority for‘a CIA Senior Intelligence Service

“The DCI's authorlty to establish a CIA Senlor Intelllgenre Service
is oontalned in Title 50 U S C.A., Sectlon 403j.

B.. Ratlonale for Establishing a Senlor Intelligence Service Within CIA

CIA's exemptlon from theé Civil Service Reform Act's Senior
Executive Service was based upon Congressional recognition of the unique
duties, responsibilities and authorities of the Director of Central

Intelligence as defined in Title 50, U.S.C.A., Section 403.

The principles and concepts of the Reform Act's Senior Executive
- Service provisions are essentially sound. Adoption by the Agency o.f |
these principles, particularly the linkage of the evaluation of
perfomance on the job to determinations of basic salary and cpportunities
for additional perfonnam:e compensation for excellence of performance,
- offer excellent prospects for improving the effectiveness of the Agency

executive management system.
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SECTION 'II

PURPOSES AND PRINCIPLES OF
THE CIA SENIOR INTELLIGENCE SERVICE

-A, Purposes of the CIA SIS

1. To ensure th.at CIA's executive management is of the highest

quality and fully responsnre to the needs, p011c1es and goals of the
/

: Natl?;l?l- ',,_' Pecirsy. The DT Y2377 a et Lty e 'nzz’f/a,um 75 Atrelp Efeccts {{c’
R "‘“”“"“"fﬂfﬁr 3 it fudyigh fh Hie clirnen, n Loy doy, 1 lrnctned 7rorz,
2. To’develop and’ maintain a highly motlvated and competent syt

group of individuals capable of filling the senior level positions of T)Zf M’:{f =
CIA and providing the type of quality performance needed for the T
continued success of the Agency in fulfilling its missions and fimctions.

3. To provide for a Campensation system, including salaries,
beneflts and incentives, and for other conditions of employment desighed
to attract and retain highly competent senior executives.

4. To provide for the systematic dev"elopment of highly f:ompetent
candidates for entry into the CIA SIS and the continuing development of

executive personnel already members of the CIA SIS.

B. Pr1nc1p1es of the CIA SIS _

1. To establish an ammual salary system for Agency senior level
personnel (GS-IG and équivé.lent SPS through Executive Pay Level IV) on
. a merit basis that is directly related to'an evaluation of actual

- performance on the joh with due recogmuon of the differing demands
a:nd dlfﬂmlty of positions of the same relative organizational level
and da.fferentlatmn between demands and performance in positions at

different levels or organizational responsibilities.
- Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090045-6
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2. To ensure that compensation, retention, and tenure are
, contmgent on executive success which is measured on the basis of
overall organl zational and individual perfomance.

3. To assure that senior exemtlves are accountable and responsible
for the eﬂ'ectiveness and productivity of employees under their 'super-

vision.

4. To reoognlze exceptlonal accomphsfnnent w1th tmely and tanglble |
performance awards
51 'Ihe prmc:.ples of equal opportunlty will be applied to all

| aspects of the CIA Senior Intelligence Service, 1nc1ud.mg executive

1'e3551gmnent tralnmg and development evaluation, compensatz on, and

P

M v e

awards Ind:w1dua.15 seeklng entry into the CIA SIS will be considered

w1thou1: regard to race, colo:, sex, religion, age, national origin,

—..-~v—-

politlcal aff:lllatlon, marltal status, phy51cal Jmpaument or any other

»--

non-meritonous f’actor or con51derat10n.

6. 'IhgyC[A SIS wj.ll be operated in conformance with the merit

[k R R
o~

principles as contained in Agency persornel regulations.
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SECTION III

OVERVIEW OF THE SCOPE, ORGANIZATIONAL STRUCTURES,
PROGRAMMATIC ELEMENIS, AND SUB-SYSTEMS OF THE CIA SIS

_A ScoE_

The CIA SIS system is conceived to be a total personnel system for
fhe management of all CIA (includes RS and CIS) executive level (GS-16
and eqmvalent SPS through EP-IV) positions, allocation of authorized
) ce111ng, and exemtlve level personnel. All currently de51gnated 65-16

and eQuivalent SPS through EP-IV positions and persommel will be

rede51gnated W1th Senior Intelligence Service (S1S) identifiers SIS-I

iﬁi’bﬁgh 'SIS-V as appropriate to distinguish between levels of managerial

and/or substantlve 'respon51b111ty

L

'Ihe CIA SIS p051t10n and personnel structure will be managed and

adrnm15tered in three program-level segments.

.

b '»—f--

-

(1) ‘Alevel T Program which will cover former Executlve

Pay Levels v and IV [redeﬂgnated SIS-IV and V) p051t10n5 and officers.

R

(2) A Level II Program which will cover former GS-18 M/f%’léﬁ,/

(redesignated SIS-III) positions and officers.
(3) A Level III Program which will cover former GS-16, GS-17,

" and e«.juivalent level SPS (redesignated SIS-I and II) positions and officers.

' B.-_ Crganizational Structures

| 1. Two committees -- a Senior Intelligence Service 'Advisory'
‘Camnittee'and a Performance Review Committee will be established at the
0/DDCY level to assist the DCI/DDCT in policy fommlation fmd oversight

over Agency-wide operation and implementation of the SIS programs.

Approved For Release 2002/01/08 : CIAfDP89-01 114R000300090045-6
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‘2, Senior Resources Boards will be established in the O/DDCI and

within the Career Services and ICS to carry out the SIS operating

program. |
. C Programmatlc Elements of ‘the CIA SIS -

N There w111 be four prog'ra:mnatlc elements of the CIA SIS

) 1 A p051t10n management and c13551f1cat10n element whlch w111

o

provide :for component managers to identify executive position require-

ments and detemmatlons by position ti:a551flcat10n technlques the

mnnber and level of SIS positions on the Agency Tables of Organization.
‘7 /2’ A membershlp element which will define the policies and

‘‘‘‘‘‘

procedures for admlssmn to the CIA SIS, salary conversmn rates,

retentlon in the system, etc.

€L TL L d

1 -3‘ A ce111ng allocatlon element which will provide for the

ma;__lagement and d15tr1but1on of authorized SIS ceiling allowances.

[

4. An ercutlve Development Program element to provide for the

_ sy‘stematlc selectlon and planned development through selective assign-
ments and training of promising candidates from ‘the "feeder groups" for
_possible future entry into the CIA SIS and programs to provide for the
continuing development of executlves already in the SIS system.

D, Stb-Systems of the CIA SIS

[ PR WY

’Ihere w111 be seven sub -systems associated with the CIA SIS:

- - i

T ket

1. A perfomance appralsal system which will provide for the

'objectl.ve evaluatmn of executlve perfomance against assigned individual

_j——

and orgamza‘tlonal obJectlves and prov1de the basis for detemlnatlon .

| of anmal sa.!.ary and performance awards, input for consideration for

Approved For Release 2002/01/08 : CIA&DP89-01114R00030009(_)045-6
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promotion, employee development, assignment, retention and other
administrative actions.

2. Funding, compensation and awards systems to provide the basis

_ for the most effectlve and equitable use of basic salary flexibility

pmnded by the CIA SIS to establlsh pollcy and processes for grantmg |

‘ AT Sjpeads,
B '1ncent1ve and perfomance awards” and other emoluments (sabbatlcalyl leave -
accmals » etc.) for outstanding performance.

- 3. A cogpetltlve promotlon system which pmv1des for the advance-

_ment of the best quallfled executlves to h:Lgher levels of organlzatlonal
responsibilities and increased compensation commensurate with advanced
responsibility.

4. A system for administrative action, including removal from the

SIS of members whose performance is determined to be below established
performance standards.

5. A system to monitor and evaluate the effectiveness of the CIA

SIS systexn_and the executive development program.
6. An initial publicity and orientation system for prospective
and actual members of the CIA SIS to inform then on all facets of the

syStem with particular emphasis on performance appraisal and the

~ compensation and award systems.

7. An information and regulatoiy system ‘for publication of
inplementing regulations, handbooks and procedural guides on the CIA
SIS system, '

Approved For Rele;ase‘2002101108 : CIA-RDP89-01114R000300090045-6
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nee . SECTION 1V

~ COMPOSITION AND FUNCTIONS OF THE ORGAIJIZATIONAI:
o STRUCTURES (COMMITTEES AND BOARDS) ESTABLISHED TO
T MANAGE AND ADM[NISTER THE CIA SIS OPERATING PROGRAMS

The CIA%‘?:'LII be operated under the command direction of .the DCI/DDCI

g with the advice and assistance of two committees --.a Ser_lioi' Intelligence
Service Advisory Committee (SISAC) and a Peffomance Rev*iew Committee (PRC).
“*-" The Level I Program (Executive DPay Level V and VI) w111 be administered

' dlrectly by the DCI/DDCI. Administration and mplementatlon of the Level |
II Progran%;;lsl) be carried out by a Level II Senior Resources Board
L (651,11 ,1¢ X SPS equivatent)
established in the O/DDCI. The Level III Programlwill be administered by
ééiﬁoi‘ Resources Boards established in each of the CIA Career Services
and the ICS, - el

= Ccrmp051t10n and finctions of the O/DICI committees and the Level II
and’ Level III Program Career Service Boards are as follows:

1. OréeihiiationéiSfmctures

ST A

a’ "Senidr Intelligence Service Advisory Committee (SISAC)

~+The SISAC will consist of the Comptroller, the Inspector
General and the Director of Personnel (who will chair the SISAC). The
major functions of the SISAC are to: .
ST e Adsist and advise the DDCI in establishing Agehcy
polic:)«" and uniform standards for the CIA SIS syStem.

WL veg ~Make recommendations to the DDCI relative ‘to thev
éstablisbment of CIA SIS positions on the Agency Tables of Organization.
° Make recommendations to the DDCI relative to allocation

of SIS ceiling allowances to the Career Services.

Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090045-6
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° On the basis of the review of performance appraisals,
make recommendations to the DDCI on proposed annual salary level
adjustments, performance awards, and promotions for Level III Program
SIS members as Iecommended by the Heads of the Career Services and the
Dlrectors of RNS and CTS. » ' | |

| ° ;Make recemnendatlons to the DDCI relatlve to requests
for oertam other _persommel actions (external appointments, adverse
actlons mcludlng reconnnendatlons for removal from the SIS, and

tennlnatlons of employment)
(b) Performance Review Committee (PRC)

'Ihe Performance Rev1ew Commlttee will consist of the four

e .- e s

Dlrectorate Assoc1ate Deputy‘ D1rectors, the Chaimman of the "E" Career

Semce, a representatlve fmm the ICS and the Director of Persomel

The Chalmmashlp ovf the PR Commlttee shall penodlcally rotate between

el

its members. 'Ihe pnmary func:tlons 'of the PR Comittee are to:

-

JOp -

e R“Vl&w annual performance appraisals of individual

P

'.SIS membez:e to _ensure adherence to the concepts and intent of SIS
appralsal policies and standards. Results of thls review will be
submtted to the DDCI through the SISAC.

° Renew the results of ‘the Office of Personnel'

- Persomnel Management Evaluatlon Staff 's anmual evaluatlon of the CIA
AL L ol

SIS operatlng pmgram as camed out by the Career Services to ensure

Agency-mde equ1ty and confomlty with Agency SIS policies and

Lo L S

standards. Rﬁults of thls ammal I'EVJ.EW mll be submtted to the DDCI,

A

: (<) Level IT 0/DDCI Semor Resources Board

The Level II Senior Resources Board will be chaired by

&
. Approved For Release 2002/01/08 : CIA“RDP89-01114R000300090045-6
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the DDCI with the four Deputy Directors and the Directors of RMS and
- CIS as memﬁers. Pr:mary ﬁmc:tlons of the Level II Senior Resources
Boa:rd are to. »_ ,
o ° Establish a systematlzed Exeoutlve Development Program
"for Level II offlcers in accordance with pol1cy dlrectlves and umform
criteria and standards : as prescribed by the DCI. This Executlve
Development Program will 1nclude the contlnulng professmnal development
of grade - 18 SIS members and 1dent1ﬂcatlon and development through the
- Agency s Career Services of a pool of selected grade GS-17 Ofﬂ.CEl‘S as
potential future candldates for GS- 18 level 3551gmnents.

' ° Conduct an annual Teview of performance appraisals

T s e

ccmpleted on GS 18 1eve1 SIS members and those GS-17 level SIS members

X

who have been - identified for professmnal development. _ _
R Condnct at least armually comparatwe value rankmgs

of GS~18 SIS offlcers and approve ad;ustments in annual salary level

'for the upcomlng year ‘and performance awards

°  When requested make recommendations to the DCI of

po:551ble cendidetes for advancement to EP-05 level.

T - (@ Level ITI Senior Resources Boards _
. Level IISI Sem.or Resources Boards adnsory to the Heads

o? “cé&ééf Ser\rLc:es mll be establlshed by the ‘Heads of each Career

-
[y LT PRV

S?emce and mll comlst of a dlauman and semor Career Service officers
whda;e memhers of the SIS Pr::mazy functlons of the Career Senn.ce

G - - .
= - . _.u_g,.,‘

Senuor Resources Boards are t0°

Approved For Release-2002/01/08 : C%A-RD.P89-01 114R000300090045-6
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L - ° Establish sfstenmtized Executive Development Programs
~for Level III officers in conformance with Agerlcy policy directives and
uniform criteria and standards as prescribed by the DCI. These Career
Service Senior Officer Development Programs will provide for the
selectlon and planned development through selectiye asmgnmemts and
tranung of pmmlsmg cand:Ldates from the grade S 13 15 "feeder groups"
for future entry into the CIA SIS and the continuing professional
develo;xnent of Sis members ‘through grade GS-17. Those grade GS-17
officers identified by the Level II Senior Resources Board asl having
_. -high potential for Level II positions (i.e., GS-18 level) will be
provided developmental exper:l.ences (assigmments and training) as
;p}'escrlbed by the Level II ‘Senior Resources Board.
.,:.Z: 2as oes o . = Conduct an ~annual renew of all performance .
| appraisals complet_;_ed_by Component supervisors of SIS members in the
CC‘-!:a:fg;e;; Service and the supervisory recomendations on upcoming year
sbasic salary level and performance awards for each individual SIS
member, Submit results of this review and recomnendatmns to the
| ~DDCI's Sem.or Intelllgence Semce Advisory Comnuttee.
. r:___gra_nmct at least azmually, camparative “value

ranklngs of SIS ‘ef£1c.ers by grade lerel group usmg Agency-mde
Amufem cntena and DDCI approved Career Semce specml cntena as
. $&-basis for these comparative rankings.
L gae ws= oo, ° Conduct, at IeaSt amually, competitive merit promotion

LN A ey

s gxercises, using unlfom Agency-wide prmnotlon cntena and standards

‘o,
L

{and any special Career Service criteria and standards as approved by

the DDCI)
. Approved For Release 2002/01/08 : CIA -RDP89-01114R000300090045-6
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PP SECTION V

PRINCIPLES AND PROCESSES OF THE PROGRAMMATIC
ELEMENTS OF THE CIA SIS - .

A. Position Management and Classificatioﬁ_ _

As of the date of implementation of the CIA sxs/an positions -
: 'previbusly classified on the Agency Tables of Organiiationé at the
| 65-16, 17, 18. SPS and EP-V and IV level will be redesignated CIA SIS

positions as follows: - - . o w0 e

Previous New SIS Salary Range
Designation Designation Base Mid Maximum
GS-16 SIS I | $44,756  $46,248 $47, 453
GsS-17 . SISlII 47,#5-;907 "~ 48,770 - 50,100
GS-18 _ | SIS IfI 50,100 -—- - 51,450
- EP-V SIS IV 51,450  --- -e-
Ep-Iv sxsv ' 52,800 @ --- -

The mumber 6f CIA SIS members authorized within a Career Service and
RMS/CTS will not exceed the number of SIS ceiling allocations established
for each Career Service, RMS, and CTS by the DCI/DDCI.
_ Requests for the establishment of new SIS level positions'or
upgradings of existing SIS positions will be submitted by component
_- maxiagezs to the Office of Persomnel for audit and classification in
“accordance with policies and procedures as defined in Agency regulations.
OP/PMCD will institute modifications to their curfent methodology
for the evaluation and classification of SIS positions. Such methodologies\
should be based on Factor Evaluation system concepts and while p:nesemng

-component management's flexibilities to establish salary levels for

ApproVed For Release 2002/01/08 : CIA:!'RDP89-01114R000300090045-6
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uals within a minimum and maximm "'spread" within a graded position

'range will differentiate between salary level ranges for positions at
different levels of responsibilities. Such differentiation is essential
to retain e-quity and recognize distinctions between hierarchial and

» —‘~substantive4 positions of different authority and responsibilif:y (e.g.,
an Offlce Head vis-a-vis a subordinate Deputy Office Head and a Senior
-Analyst vis-a-vis subordlnate level Senlor Analyst) Addltlonally,
without establishing defined parameters between authorized salary levels,

.- the 1ncent1ve for competltlve promotlon to more demandlng levels of
r&spons1b111ty and commensurate increases in basic compensatlon will be
seriously eroded.

B. Membership in the CIA SIS

CIA senior officers currently in grade levels GS-16, 17 andwlls, SPS_
and EP-V and IV will automatically be eligible for membership in the
CIA SIS upon the effective date of implementafion of the S);stem.- No
additional trial or training periods will be required for this group.
In no-i.nstance will those eligible officers who accept initial membership
lose compensation or benefits in the transition. Salary conversion for

officers electing to become members of the CIA SIS will be as follows:

. Previous New SIS Salary Range . -
Designation Designation - Base Mid Maximum Conversion Salary Rates
G5-16 SIS I $44,756 $46,248 $47,430- (S-16's step 1 to base rate
' : ‘ GS-16's step 2 to mid rate
. _ SPS as equivalent
_ : 500

GS-17 SIS IT - -$47,430 $48,770  $50,100 GS-16's step 3 to mid rate

- - ‘ ' GS-16's step 4 § above to

. max rate

GS-17's to max rate
SPS as equivalent

Approved For Release 2002]0‘1108 : CIAZRDP89-01 114R000300090045-6
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Previous New SIS Salary Range

Designation Designation  Base . Mid Maximm - Conversion Salary Rates
Gs-18 . SISIII  $50,100  ---  $51,450 ALl GS-18's to max rate
BV SISTV  $51,450 - —-- ALl EP-V's

EP-IV. - SISV $52,800 === e ALl EP-IV's

; “For those who do not elect to accept membership in the CIA SIS,

optmns for 3551g1ment to GS-15 status and p051t10ns without loss of .

F N
A
pay s W111 be made avallable. Qe

After the date of mqnlementatlon of the CIA SIS system, those

e,

' offlcer.s who are ac:cepted 1nto the CIA SIS will be subJect to a one-year

pmbatmnary period vwhere their performance will be evaluated. Fully
satlsfactory completlon of the trial perlod will be required for-

contmued mernbershlp 1n the CIA SIS. Less than fully satlsfactory

- T
[~ SR, -

perfomance dulrng the probatlonary penod will require Career Service

S ™

reconmendatlons to the Perfor.mance Rev1ew Connnlttee for further action

.-......,.--.
€ o

(reductlon to grade GS 15 1eve1 or separatlon from CIA employment if

- e -

R,

warranted)

C Management of the CIA SIS Ceiling Allocation

As of the implementation date of the CIA SIS within the Agéncy, the

TEL :mmber of SIS ceilving for each of the Career Services and RMS/CIS will
. _ equate to the number of SG and SPS allowances then currently allocated

Stbsequent adjustrnents to SIS Caréer Semce and RMS/CTS ceiling

~ allocations will be approved by the DDCI. Requests for increases in

- SIS ceilinég‘- é.liowances may be made by Heads of Career Services and the

Directors of RMS and CIS together with a detailed preéentation of

" programmatic and substantive justifications. Such requests will be

Approved For Release 2002/01/08 : CIA-RDP89-011 14R000300090045-6
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submitted to the DDCI through the SISAC which will review the Tequests
"and make recommendations to the DDCI for his consideration and decision.

D. Systematized Executive Development Prosrams

Development of the executive development programs will follow

approval of the basic elements of the SIS system.

~
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PRINCIPLES AND PROCESSES OF THE
SUB-SYSTEMS OF THE CIA SIS

(i

A, Performance Appraisal System

" 1. General Policies and Procedures

() The performance of all members of the CIA SIS will be

evaluated on an annual basis (with special repdrts as otherwise required)
in accofdance,_withpublished schedules for the .completion of-such -
eiraluations. _

() The CIA SIS performance appraisal system will utilize the
standard performance 'appllaisal fonﬁat (Form 45) developed for the
perfommce evaluation of all Agency emploYees. In addition to ‘the
general policies and principles applicable to the Agency's uniform

performance appraisal system any specific policies, principles, standards

and proc:edures established for the CIA SIS performance appraisal system

w111 be followed in the evaluation of SIS members.

(c) A1l completed Performance Appralsal Reports w111 be

| Afoxwarded by the rating supemsor together with a recomendatlon for the

subsequent year's basic salary_ level and any performance awards for each

rated individual through the reﬁewing officer to the Career Service

Senior Resources Board The Head.of Career Service, with the advice of
[z oA  AIS [ 22

~ the Career Service Senlor Resources Board will -approve—ﬂle—levelﬁfﬁbasxc
L CLnm toliTrows o) ALt 0F B85:C UL SAW ey AHD f T

eamat-salary-and performance awardsfor egch SIS membezyzi'o 74e. Dperl
: /’eppaf/fzf?mz Alvztte COmmoprey (D2 FoNVAL APPROAC.
. ead~of“Career—Semce w111 forward copies of all

SIS«Per-femmeé—Appralsal-_ Reports -and-basic-salary-level and-performance
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~award-deteminations- for each:SIS-member—to—the-DDCI's Perfomiance —

__Review-Committee for their review and information. .

2. Specific Policies and Procedires

_ (a) Standards of Performance, Overall Performance Evaluation.
oo - Ratings and Their Relationship to Compensatlon '

- =9 The oyerall ‘performance evaluatlon on the annual
Pexfomwnce Appralsal Report (PAR) will have a direct beanng on the
'detemﬁnation of the rated individual's basic annual salary level for

-
P-4

“the subsequent year and eligibilty fof consideration for performance
' o pn ovéfali'i)érfomxance evaluation rating of level 5,
\6;3r7vw111qu3.11fy an SIS member for conﬁideration for an increase in

P ST

basic annual salaxy within the salary range of his or her SIS position-

level’ range and/or consideration for a perfomance award.

LN e R e
- . e e e -

" An overall perfomance evaluation rating of level 4
%ﬁlt-jaiééaui‘éfﬁle‘ rated SIS member of retention of their current basic
salary level but will not qualify for consideration of any increase in

basic ammal salary nor for a performance award.

® An overall performance evaluation of level 3 will only

assuré the 'rat-:'ed SIS member of retention of basic annmual salary level
%; the 1n1t1a1 subsequent year followmg a level 3 rating. SIS members

-, g

in thJ.s category are requ.lred to be counselled by the Head of the

| Cai‘eer Service and must partlmpate in a remedial program developed by
&;‘Career Service to assist the 1nd1v1&ual in overcoming any deficiencies

:l.n his or her perfonnance. ]

: _ -2 ,
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® Two successive annual overall performance ratings of

level 3 or a single annual overall performance rating of level 2 or 1
require that the Head of Cateer Service refer the case to the DDCI's
' Performance Review Committee with a recommendation for administrative
action (this can include retention in the SIS under closely observed
probation for a definitive period of time; rembﬁal from the SIS and
reduction to GSv-nzl;'g'f‘,level status and compensation; or termination from
employment) . 'Ihe/ fPex;foﬁnance Review Committee will review the case and
add their recommendations to the DICI to the administrative action be
‘be taken.

(b) Addendum to the Anmual Work Plan for CIA SIS Members

In addition to. completion of the Annual Work Plan-at the
beginning of eada annual evaluation period, a supplemental Statement of
Uﬁderstanding will be executed by the SIS merﬁber and the rating
supervisor. This Statement of Understanding will iﬁfdm the SIS member
of theé specific policies of the CIA SIS Performance Appraisal System as
.regards the standards of performance and the consequences of overall
performance evaluation ratings on basic annual salary, eligibility for
perfbmance awards, considerétion for future promotion and retention in

the SIS and/or the Agency.

‘ | 3
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B.. Funding, Compensation and Awards System

(10 BE DEVELOPED)
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C. Competitive Promotion Into and Within the CIA SIS System

1. General |

| ° Promotion to or within the SIS is defined as advancement
from one grade level to a higher grade level. Increases in-basic -~z -
axmual salary within the pay range scale of an SIS grade level based .
upon the review of -each 1nd1v1dua1's annual perfomance appralsal is

to-be a performance salary increase and not a promotion.

° Ind1v1duals promoted 1nto the SIS or advanced to hlgher
level positions within the SIS must be assigned to SIS positions at
their same grade level. In no Case may an SIS member occupy a non-SIS
position. Non-SIS menber§ may, however, occupy an SIS position.

2. Annual Promotion Targets

a. SIS-1 and II Level

In preparing their Ammual Personnel Plan the Heads of
the Career Services and the Directors of RMS and CTS will establish
minimum annual promotion targets to SIS-I and to SIS-II.

b. SIS-II to SIS-III

| The Level II Senior Resources Board will establish

| mmmnm annual promotion targe'ts to SIS-III. Cand.ldates for promotion
to SIS-III will be solicited from the Level III Senior Resources
Boards.

3. Competitive Evaluation for Promotion

® The Level II Program Senior Resources Board and each
Level III Program Senior Resources Board will conduct competitive

evaluations for promotion into or withwthe SIS at least once each

~ Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090045-6
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fiscal year to select the best qualified candidates for nomination to
the DDCI for approval of entry into the SIS and for advanceﬁent within
the SIS, 2

® Such competitive :,eyaluétions for promotion will be based
upon Agency-wide uniform crité_ria and any special crit'er‘ia‘es‘t‘ablizshed
for a Career Service approved by the DDCI.

4, Pay Relative -to Promotion

.a. -Promotion from GS 15 to SIS-I. Sy ea

SERUE S SO S R e 4

-T . .. . GS-15's promoted to SIS-I must be a551gned to an SIS-I

“ .2

RN (1) GS-lSs in Steps 1 through 8

- T Basic annual salary upon promotion will be increased
to the SIS-I pay’ sc.ale_“(e._g., ‘base, mid or maximum) that is closest to
their current pay level.. - =~ -

T .37 T T(2) GS-15's in Steps 9 and 10

weTTeT LS 7. G8-15's inStep 9 and 10 currently paid the
permissible maximm ($47,500) authorized by Congress will be paid at
the SIS-I maximm scale ($47,5’00)".

S (3) SIS-I to SIS-II

TSIETIL ol - "SIS-I's promoted to SIS-IT will have their basic
annial éalary increased to the appmpriate pay scale (e.g., base, mid
or maximum) of the SIS-II pay scale.

-7 (4)" SIS-II to SIS-IIT

LEVEL .. STITUEL I3SIS-II's promoted to SIS-IIT whose current annual
salary level is at the SIS-II base or mid pay scale will have their
2
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annual salaries increased to the SIS-III base ($50,100). éIS~II's

who were currently paid at the SIS-II maximum ($50,100) pay scale will

have their annuail salary increased to the SIS-IIT maximm ($51,450).
(5) SIS-III to SIS-IV

v

SIS-IIT officers promoted to SIS-IV level who are
at the SIS-III base pay ($50,100) will have their annual salary increased
to SIS-IV pay ($51,450). SIS-III officers at the SIS-IIT maximum pay
level ($S‘1H‘,-.4'50)‘ wil>lunot have an increase in basic annual pay upon
promotion to SIS-IV - | .

.o
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D. Administrative Action for SIS Performance Determlned to be Below

Estafillshed Standards

(TO BE DEVELOPED)
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E. Evaluation of the CIA SIS System (Includes the Executive Development

Programs)

e — - -

(70 BE DEVELOPED)

N~
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F. Initial Publicity and Orientation (See Section E for Subsequent
Executive Development

1. Develop and publish a Senior Intelllgence Service booklet
summarizing major provisions of CIA program This booklet is env151oned
as containing general information for all interested employees-, executlve
and othemse. | | _

2. Develop and publlsh a series of articles for the DDA Exchange

covering the Senior Intelligence Service along with other Civil Service
Reform Act provisions. | .

3. Script and produce a video tape and/or slide show directed
specifically to prospective SIS merhers portraying the provisions and
'effects of the new system on them. - |

4, Orient SIS members on the content and application of the
revised Performance Appraisal System in the SIS context.

- S Brief support elements (e.g., persomel,"f_inance,. and training
ofﬁcers) on the SIS and relate to their roles.

6. Write and publish Agency notices on various aspects of

initiating the SIS and subsequent changes.

I.onge_r range training and orientation for current and future executives

is considered under the Executive Dévelopment Program (see Section E).
Note: The actual. development for publication of these material

cammot conmence wuntil details of the SIS program are

approved.

Approved For Release 2002/01/08 : CIA-RDP89_—01114R000300090045-6.
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(g) Development and Publication of Regulations, Handbooks,
-~ °  and Procedural Guides for the CIA SIS System
e oo~ - ° Write regulations on the policy, structure,
Tesponsibilities, authorities and operating
Lo mee e - procedures of the CIA Senior Intelligence
Service and coordinate as appropriate.
T °® Search existing regulations and procedures
.~ == -- - (e.g., finance, persomnnel) to recommend
o o 5 appropriate revisions or deletions and to
g=~vev- - - - - ---- insure that new regulations on SIS will not
' . conflict.
TR T e Develop handbooks and procedural guides on
. io-:-- ;. the operational details of the SIS for use
. by managers in administering the program
szezisiwf. v v -and.by support personnel in accomplishing

the administrative details.

(NB’I'E'J[he actual development for publishing any of these materials cannot
commence until the specifics of the SIS program are approved.)
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